Knowledge Management (KM) has become critical in today's highly competitive, uncertain, and rapidly changing business environment. The objective of this study is to measure the effects of knowledge management processes (knowledge acquisition, knowledge sharing, knowledge creation and knowledge retention) and knowledge management approaches (social networks, codification and personalization) on job satisfaction and examines how they increase employees' work performance. A theoretical model based on KM processes and approaches is proposed. It is empirically tested with structural equation modeling (SEM) and partial least squares (PLS) of survey data collected from employees of the King Fahd National Library in Jeddah, Saudi Arabia. The analysis showed that there is a significant and positive impact of KM processes and approaches on job satisfaction and work performance. Knowledge sharing, knowledge retention, codification and personalization approaches have significant impacts on job satisfaction, and knowledge acquisition, knowledge creation and a social network approach have no significant impacts on job satisfaction. Managers are advised to implement KM activities in their organizations to improve knowledge worker performance and the welfare of employees at work. This is the first study that theoretically examines the effect of knowledge management processes and knowledge management approaches on 'soft' human issues such as the job satisfaction and work performance of individual employees in an academic library.
Introduction
Knowledge Management (KM) has become a critical element in today's highly competitive, uncertain, and rapidly changing business environment. KM is the process of accessing experience, knowledge, and expertise that produces new skills, enables work performance, encourages innovation and creates customer value. 1 It creates a favorable environment for knowledgeable individuals to use and share their expertise and knowledge and create new knowledge. From a knowledge-based point of view, the most fundamental means of production are intangible; it is focused on human capital, i.e., the skills, experiences, competences, motivation for work, and the manner in which they use these skills for the benefit of the organization. 2 As human knowledge, skills, and intelligence are tacit and individually centered, they are not easily captured and processed for the benefit of the organization. This can be a challenge for management in some cases. Knowledge management is a core field of society based on information and knowledge resources, and the library has emerged as a significant part of this field. 3 Libraries are widely recognized as knowledgebased organizations that primarily focus on collecting, processing and distributing knowledge and information services for different stakeholders. 4 This means that knowledge is considered their primary resource, and thus, improving KM practice and enabling knowledge are a challenge in libraries. 5, 6 Research has shown that KM processes and approaches influence job satisfaction, which ultimately fosters employee work performance.
Many prior studies broadly explained that job satisfaction is an employee's positive/negative perception associated with his/her job 7 , which fosters organizational commitment and work performance as final outputs. 8, 7 The antecedents of job satisfaction have been studied widely, and several essential factors have been identified, such as job design, skill variety, and role ambiguity. 9 However, KM issues have not been included among the observed influencing factors. Though job satisfaction is the most researched topic in the field of organizational behavior 10, 7 , it has rarely been approached from a knowledge-based perspective. To bridge this gap in the literature, this paper examines how KM process and approaches work to influence the satisfaction of individual employees with their jobs.
The impact of KM processes and approaches on job satisfaction and work performance has been discussed very rarely in the literature. 11, 12, 13 However, for several reasons, this study is significant and unique. First, we investigate the effect of KM from two points of view, its operations and its approaches, as there is a gap in examining the effects of these two disciplines on the measurement of job satisfaction and performance in Saudi Arabian Libraries. Second, this study is a new contribution as it emphasizes examination of both KM processes and approaches in a new context in Saudi Arabia (Academic Libraries).
Theoretical Background

Job Satisfaction
According to Spector , 7 "job satisfaction can be defined as the degree to which people have satisfaction or dissatisfaction related to their jobs". The concept of job satisfaction can contribute to psychological well-being at work. 14 The meaning of job satisfaction differs 15 from the feelings a worker has about his/her job 16 to "an effective reaction to a job, which results from the incumbent's comparison of actual outcomes with those that are desired". 17 Job satisfaction has a strong positive connection with organizational commitment 18 , work performance 19, 20 , and organizational culture 21 and is discussed broadly in the existing literature. However, few existing studies have discussed KM processes as they relate to job satisfaction and work performance 22, 23, 13 . Additionally, the impacts of KM approaches on job satisfaction and work performance have not been properly explored.
Knowledge management processes
"KM is the process of access to experience, knowledge, and expertise that produce new skills, enable work performance, encourage innovation and create customer value". 1 Typically, KM is a knowledge process comprising knowledge creation, sharing, acquisition, transfer and application with infrastructures, skills and top management support that encourage and enhance KM processes. 24, 25 The existing literature on KM categorized the KM process into six parts: knowledge acquisition, knowledge sharing, knowledge creation, knowledge codification, knowledge application/use, and knowledge retention. 26, 27, 28 However, these types of knowledge processes are cyclically interrelated. Therefore, this paper proposes that KM processes can be divided into four individually distinguishable types, i.e., knowledge acquisition, knowledge sharing, knowledge creation, and knowledge retention. These four KM processes are briefly explained below.
The first step of the KM process is knowledge acquisition. This refers to searching for, identifying, selecting, collecting, organizing and mapping information/knowledge 29 . Tiwana 30 defined knowledge acquisition as the process of development and creation of insights, skills and relationships. Choo defined 31 "knowledge generation or acquisition as the activities that increase the stock of organizational knowledge". According to Wilfredo Bohorquez Lopez and Esteves 32 , knowledge acquisition can be enabled through an organization's external and internal networks to promote employee self-actualization within the organization to make employees more motivated and more committed and to improve their work satisfaction. For example, customer feedback systems, data mining, business intelligence and collaboration with partners and research institutions are characteristic highly developed knowledge acquisition practices.
Tacit knowledge is rooted in human expertise and shared in social interaction. Although some tacit knowledge may be codified, much remains implicit as the only way to share it is through face-to-face interaction 28 ; knowledge sharing is the key for managing tacit knowledge. The power of knowledge is increased by sharing it through disseminating and using what is already known. Lee, Lee, and Kang 33 defined knowledge sharing as promoting dissemination of knowledge to make the work process effective and knowledge-intensive, as knowledge workers capture the necessary knowledge from several sources and confirm the integration of these sources in a manner that leads to improved performance and completion of employees' tasks successfully. Therefore, organizations should encourage frequent face-to-face communication and the creation of shared learning experiences and build a knowledge-sharing culture. 34, 35, 28 Knowledge-sharing activities include informal communication, brainstorming sessions, mentoring and coaching. 36 Obeidat et al. 12 noted that there is a strong relation between propensity for knowledge sharing and individual work performance in service organizations; when employees are encouraged to distribute knowledge within organizations, it enhances their ability to generate and to create new ideas. Kianto et al. 11 noted that knowledge sharing and job satisfaction are highly correlated and improve employee work performance. Thus, knowledge sharing is necessary for all organizations and is especially critical for the functioning and management of academic libraries, as knowledge is the main block of the services provided. 6 Knowledge creation refers to an organization's ability to develop new and useful ideas and solutions for various aspects of organizational activities, from products and technological processes to managerial practices. 11, 28 Knowledge is created when an organization and its members learn and innovate. Knowledge-creating organizations arrange for the development of potential and self-transcending knowledge to cultivate radically new insights 36 and promote innovation and idea development at all levels of the organization.
Finally, knowledge retention refers to activities related to managing personnel turnover and the associated loss of expert knowledge -a key strategic resource. 11 Expert knowledge can be lost when employees leave the organization due to job dissatisfaction. 20 As baby boomers retire, attracting and maintaining the best employees will become an even more pressing challenge in knowledge retention.
Knowledge management approaches
Knowledge management approaches vary from organization to organization. These approaches can be informal (social networks) or formal (codification and personalization). 37 Swan and Newell 38 explore these approaches as models, namely, the community model and the cognitive model. Hansen, Nohria, and Tierney 39 classified only the two most common approaches: codification and personalization. Powell and Ambrosini 37 suggested that a KM approach is a pluralistic approach, which results in knowledge searchers using KM systems for more general knowledge and calling on coworkers to provide specific knowledge. Hansen, Nohria, and Tierney 39 suggested that organizations should focus on either the personalization or codification strategy and claimed that it is better to focus on one approach than to distribute resources to both approaches. Powell and Ambrosini 37 stated that within the social network approach, knowledge is transmitted by contacting a person directly, whereas the codification approach requires that individuals document their knowledge and collection of the knowledge into a searchable electronic KM system that allows workers to access the knowledge base without knowing or contacting the provider of the knowledge. The personalization approach is a formalization of social networks; rather than contacting someone within their social network, he/she would consult the personalization tool and contact the ideal person for the desired knowledge. 12 Tiwana 30 stated that the personalization approach improves solutions when a company faces unique problems that rely on tacit knowledge and expertise. Obeidat et al. 12 noted that personalization and codification approaches positively influence employee innovation practices in the service sector, which results in motivation and creation of positive feelings towards jobs. Similarly, online communication via social networks, off-work conversation among employees inside and outside the office, and strong bonding increase knowledge sharing processes that positively influence an employee's perception towards their job and working environment.
The research model and hypothesis
Although antecedents of job satisfaction have been widely studied, 9 KM issues have not been included among the many job satisfaction factors examined. KM literature has rarely addressed the impact of KM on employee work performance through increasing job satisfaction.
As noted above, there is a dearth in the existing literature on KM and employee job satisfaction. 13, 22, 40 Recently, Kianto et al. 11 tested the relationship between KM processes and job satisfaction with 824 samples from a Finnish municipal organization. They found that KM processes have a strong impact on job satisfaction, as knowledge sharing within an organization appears to be a key KM process that increases an individual's job satisfaction. Lee and Chang 40 examined the relationship between employee job satisfaction and KM in an electric wire and cable group in Taiwan. The results of their study revealed that job satisfaction and KM are positively correlated. Singh and Sharma 13 conducted comprehensive research on Indian telecommunication industries and noted that KM was positively linked with employee job satisfaction. Almahamid et al. 22 demonstrated that knowledge sharing practices in a Jordanian organization significantly impacted employees' job satisfaction. Koseoglu et al. 23 noted a significant relationship between KM (knowledge sharing and knowledge transfer) and job satisfaction among 154 five-star hotel employees in Turkey.
KM processes comprise contextual features of the work environment, which can enrich the job and increase job satisfaction. 41 KM processes in organizations help employees in knowledge-intensive atmospheres establish a shared understanding and obtain value from knowledge. 42 Knowledge acquisition involves access to new knowledge that improves efficiency in carrying out an individual's tasks, and knowledge sharing involves sharing acquired knowledge among employees and enriching employees' social needs to improve job satisfaction and increase job performance. Knowledge-creation processes enable individuals to participate in the planning and design of activities, utilizing their creativity. Knowledge retention increases the sense of recognition and appreciation of the employee because it is based on recognizing the value of the individual's expert knowledge. Therefore, we assume that employees will be more satisfied with their jobs relative to the level that they practice KM processes in their working environment. This discussion can be divided into four specific hypotheses:
H1. Knowledge acquisition has a positive effect on job satisfaction. H2. Knowledge sharing has a positive effect on job satisfaction. H3. Knowledge creation has a positive effect on job satisfaction. H4. Knowledge retention has a positive effect on job satisfaction.
Furthermore, KM approaches including social networking, personalization, and codification have strong influences on innovation and work performance. 12 Due to the strong influence of social networks and customized information sharing, employees become more socially involved within or outside organizations. 37 The codification approach requires that individuals document their knowledge and collection of the knowledge in a central location for use and sharing on demand. 37 Knowledge codification helps employees find the information to carry out their tasks in a timely and effective manner. 11 No existing study explores the impact of KM processes and KM approaches on job satisfaction and employee work performance. Therefore, this study proposes the following hypotheses:
H5: Social networking has a positive effect on job satisfaction. H6: Codification has a positive effect on job satisfaction. H7: Personalization has a positive effect on job satisfaction.
The research model is depicted in Figure 1 . This paper argues that the five facets of KM -knowledge acquisition, knowledge creation, knowledge sharing, knowledge retention, social networks, knowledge codification, and personalization improve the likelihood of employee job satisfaction. Job satisfaction, in turn, is related to high work performance. 43, 44 Kianto et al. 11 agreed that job satisfaction has a positive relation with job performance but did not test this effect in their study. We hypothesize the following:
H8: Job satisfaction has a positive effect on individuals' work performance. 
Methodology
Measurement Instruments
To ensure the validity of the constructs, the measurement items for the latent variables in the proposed model were developed from prior studies. 11, 12 The items in each construct and their sources are listed in Table 1 . 
Knowledge creation
Information about the s t a t u s , r e s u l t s a n d problems of different p r o j e c t s i s r e a d i l y available to me.
Henttonen et al. 45 ; Kianto et al. 11 , Obeidat et al. 12 M y o r g a n i z a t i o n c o n s t a n t l y g a t h e r s information about the e x t e r n a l o p e r a t i n g environment.
Questionnaire Design and Data Collection
A structured questionnaire was originally developed in English and translated into the local language (Arabic) by professional translator. The translated questionnaire was translated back into English by another professional translator. Based on this double translation process 46 , slight corrections were made to the questionnaire to ensure that the meanings of all items remained the same during translation. Two Professors from Jeddah University in Saudi Arabia with an excellent command of the English language and knowledge of KM reviewed the survey questionnaires in both languages for clarity of instructions, content validity, and M y o r g a n i z a t i o n develops new methods for sharing knowledge (e.g., blogs, discussion forums) and encourages using them.
We have learning groups in which members can d i s c u s s t h e i r w o r k e x p e r i e n c e s a n d problems.
Knowledge retention
When an experienced employee leaves, they a r e e n c o u r a g e d t o transfer and distribute t h e i r k n o w l e d g e t o others.
Henttonen et al. 45 , Kianto et al. 11 Mentoring and coaching are used to familiarize new employees to their tasks.
Our organization has effective information systems to store existing knowledge.
Social network Capturing knowledge depends on informal relations within team members.
Obeidat et al. 12 
, Powell & Ambrosini 37
Knowledge is limited in r e a c h a s y o u m u s t contact the knowledge provider directly.
Knowledge is dependent upon directly contacting the knowledge provider a n d h i s / h e r responsiveness.
Knowledge codification I e a s i l y f i n d t h e documents and files needed in my work.
Kianto et al. 11 , Obeidat et al. 12 P r e v i o u s l y m a d e solutions and documents are readily available to me.
The firm uses databases to store and distribute best practices among employees for use to effectively perform their tasks.
Personalization I p r o v i d e c r e a t i v e , rigorous and highly customized services.
, Powell & Ambrosini 37
Every problem has a high chance of being a "one-off" and unique problem that requires customized consulting services and solutions. consistency before a pilot study was conducted. Some items were reworded to improve readability and comprehension. The questionnaire was divided into Part A and Part B. Part A contains demographic information regarding the respondent's age, gender, educational qualifications, and IT usage experience. Part B includes questions for the different constructs included in the proposed research model, shown in Figure 1 , using a 5point Likert scale ranging from (1) "strongly disagree" to (5) "strongly agree". 47, 48, 49 The first portion of the research involved a pilot study. This pilot study was conducted with 10 employees of the King Fahd National Library in Jeddah, Saudi Arabia to test the appropriateness of the questionnaire. The second portion of the research applied the revised questionnaire to the employees of King Fahd National Library in Jeddah, Saudi Arabia. One hundred fifteen questionnaires were collected, and 11 were discarded due to invalid or incomplete responses. One hundred and four valid responses were used in the analysis.
Data Analysis
The Partial Least Squares (PLS) method, a statistical analysis technique based on the Structural Equation Modeling (SEM), was used to test and validate the proposed model and the relationships among the hypotheses in the research model. 50 SEM is a widely accepted model used to measure the validity of theories with empirical data. 51 SEM has been largely utilized in business 52 and marketing 53 and has become a standard analysis technique in information systems research. 54 SmartPLS 3 software was used for the statistical analyses.
Results
Demographic Profile of Respondents
The demographic characteristics of the respondents are shown in Table 2 . Of 104 respondents, 80% were male, and 20% were female. Most respondents (40%) were between 40 and 50 years old, and 33% of respondents had a Masters degree. In terms of position, most were mid-level employees, with 52% having more than 10 years of Internet or computer usage experience. 
Measurement Model
The measurement model was assessed by examining the internal reliability, convergent validity, and discriminant validity. 53 Cronbach's Alpha (α) and the composite reliability (CR) were used to assess the reliability of the constructs. The α and CR of each construct should exceed 0.70 to confirm the internal reliability of the study. 53 The Cronbach's Alpha (α) values ranged from 0.706 to 0.839, and the CR values ranged from 0.820 to 0.903, as shown in Table 3 , which indicates strong internal reliability. The average variance extracted (AVE) and item loadings were used to assess the convergent validity. 55 The square root of the AVE and a cross loading matrix were used to assess the discriminant validity. 56 An average variance extracted (AVE) and item loadings of 0.50 or greater indicate convergent validity. 55 As shown in Table 3 , the item loadings ranged from 0.675 to 0.903, and the average variance extracted ranged from 0.537 to 0.757, greater than the recommended threshold. Therefore, the condition of convergent validity of the measurement instruments was satisfied in this study. The discriminant validity was assessed by the square root of the average variance extracted and the crossloading matrix and the Heterotrait-Monotrait ratio (HTMT). 56 As shown in Table 4 , the square root of the average variance extracted of each construct (bolded) is greater than its correlation with the other constructs. This confirms that the discriminant validity of the data was satisfied. 56 Similarly, the Heterotrait-Monotrait (HTMT) calculates a ratio of the averages of the correlations of the indicators across constructs dividing by the correlations of the indicators within the same construct. 56 A maximum threshold of 0.9 is suggested in the literature. Table 5 in shows the HTMT matrix in which values lower than 0.9 indicate satisfactory discriminant validity. All constructs are below the threshold and thus show acceptable discriminant validity. 
Hypothesis Testing
The structural model was constructed to identify the path relationships among the constructs in the research model. A bootstrapping method was used to test the hypotheses at a 0.05 (p < 0.05) significance level. The relationships between the dependent and independent variables were tested using path coefficient (β) and tstatistics values greater than 1.96 at the 5% significance level. 53 The R 2 value was used to calculate the percentage of the variance explained by the independent variables in the structural model. 57 The results show that the relationships between KS and JS (KS: t = 2.458, β = 0.189), KR and JS (KR: t = 3.769, β = 0.345), KO and JS (KO: t = 2.864, β = 0.206), PE and JS (PE: t = 2.364, β = 0.171), and JS and WP (KS: t = 14.676, β = 0.813) were significant at the 5% significance level. Thus, H2, H4, H6, H7, and H8 were supported in this study. However, the relationships between KA and JS (KA: t = 0.739, β = -0.048), KC and JS (KC: t = 1.509, β = -0.104), and SN and JS (SN: t = 1.348, β = 0.148) were insignificant. Therefore, H1, H3, and H5 were not supported in this study. Brief remarks on the hypotheses are shown in Table 6 . Table 6 . Structural Model
Discussion
Of the four KM processes examined in this study, knowledge sharing and knowledge retention significantly influenced the job satisfaction of the employees of the King Fahd National Library in Jeddah.
The results indicate that intra-organizational knowledge sharing is the key KM process and it promotes job satisfaction for most employees. Knowledge-sharing is likely the most broadly studied aspect of the KM process, which appears to be well justified from the perspective of well-being at work. Scholastic support and encouragement and a positive work environment appear to be strong enablers of job satisfaction and high job performance. These relationships are also supported by Kianto et al. 11 who found that knowledge sharing and knowledge retention positively influenced the job satisfaction of different employee groups (general employees, middle manager, and top managers) in Finland.
However, knowledge acquisition and knowledge creation are not significant factors affecting job satisfaction. These results might be a reflection of the nature of the work environment in the King Fahd National Library, which does not require knowledge acquisition (particularly from sources or partners outside the organization) or the creation of new knowledge. These activities are not encouraged by support or rewards from the library. As a result, knowledge acquisition and knowledge creation have no effect on job satisfaction; these results are consistent with the underlying concept of the work of Kianto et al.. 11 Furthermore, KM approaches (i.e., codification and personalization) also affect job satisfaction. The results indicate that the personalization approach has a strong impact on job satisfaction, which is a formal form of social networking by which employees share their knowledge and experience with the most knowledgeable employees. Personalization facilitates generation of new ideas and improvement of the quality provided to clients 37 , generating more creative ideas and innovation 58 and increasing innovation in the service sector. 12 These results showed that use of technologies to facilitate communication, interaction and flow of knowledge between different parties will increase and enhance job satisfaction.
The results of the study also indicate that the knowledge codification approach increases job satisfaction. Codification allows access to standardized, documented information rather than generation of new ideas. 12 It facilitates codifying or translating the existing knowledge base in an understandable format so that every employee can easily implement and reuse without specialized knowledge. 37 It facilitates working procedures and increases employees' positive feelings towards their jobs. The results showed that social networks did not have a significant impact on the job satisfaction of the library employees. This might reflect limited access to those already known by them, regardless of their knowledge level or the appropriateness of the knowledge that the employee is seeking. This result appears unexpected but may be appropriate to the Saudi Arabian context; this was consistent with Powell and Ambrosini 37 and Obeidat et al. 12 . Though social networks encourage knowledge sharing to some extent, it only occurs in close employee networks, not in an overall intraorganization network. As a result, employees out of the close network feel negatively about their work, creating an unhealthy working environment.
Implications for practitioners and researchers
The results of this study indicate that KM has a strong impact on employee job satisfaction and work performance. Therefore, top managers should implement KM activities in their academic libraries to improve employee performance and well-being. The study, therefore, provides valuable guidelines to implement KM in organizations.
The main novelty of this study is to integrate KM processes and KM approaches together to measure job satisfaction and work performance in academic libraries. Particularly, KM processes (knowledge sharing and knowledge retention) are the two most important factors that facilitate knowledge, skill, and best practice sharing and maintain them for future employee development programs. Top managers could use these two factors to increase employees' positive feelings and foster their productivity. KM researchers also used knowledge sharing and knowledge retention to measure employees' attitudes, perceptions, and working behaviors.
Likewise, the KM approach (personalization and codification) helps managers to arrange their KM systems as much as possible to be open across the whole organization, which allows employees to share their knowledge and keeps the knowledge in an easily understandable format for future utilization. The organization needs an easy, personalized and codified approach to increasing job satisfaction. Furthermore, job satisfaction as an output of KM processes and KM approaches has a strong influence on work performance. High work performance means creating innovative ideas and increasing the knowledge base.
Conclusion
This study provides KM processes and approaches as antecedents of job satisfaction and work performance, something that has not been explored previously in academic research. The major findings are that the existence of KM processes and KM approaches in the working environment is positively related to high job satisfaction. Consequently, this study shows a unique benefit of KM for organizations, increasing value for the organization, and promotes the knowledge ecosystem. 11, 45 Therefore, KM processes and KM approaches as a novel organizational practice promote employee work performance. Thus, KM systems should be considered as organizational development tools to improve the conditions for employee well-being at work.
Limitations and future research
Notably, the study design was cross-sectional. Employees who feel satisfied with their jobs could potentially be more likely to engage in knowledge activities than those who do not feel as positively about their work. Determining the direction of this impact would require a longitudinal research setting. Another limitation of the study is the sample size. Future research can be conducted with a wider scope and larger sample size.
